Despite the fact that leaders may be constrained as far as the structure of relational networks function restricts the flow of information, knowledge and resources, leadership is responsible to have clear insight of the goals of the organization and its administrative tasks or function,, appreciate strongly the nature of fluidity and dynamics of the social structures in the organisation and how they affect the organisation over before they can be effective. This paper investigates the relationship between transformational leadership attributes and employee's commitment. The study further investigates the extent to which work engagement mediates the relationship between transformational leadership and employee commitment. The analysis shows that the entire hypothesis must be accepted. This is because a leader's intellectual stimulation significantly influences the commitment of healthcare professionals and it's statistically significant at 95% confidence interval. The same applies to the fact that the relationship between intellectual stimulation and employee commitment is mediated by work engagement. Again the analysis accepts the fact that a leader's idealised influence significantly influences the commitment of healthcare professionals and also that the relationship between idealised influence and employee commitment is mediated by work engagement.
I. INTRODUCTION
Despite the fact that leaders may be constrained as far as the structure of relational networks function restricts the flow of information, knowledge and resources, leadership is responsible to have clear insight of the goals of the organization and its administrative tasks or function,, appreciate strongly the nature of fluidity and dynamics of the social structures in the organisation and how they affect the organisation over before they can be effective By consideration, Lord and Dinh (2013) refer to those leadership behaviours aimed at fostering effective relationships. Such behaviour interventions include a show of concern for a subordinate or acting in a supportive manner towards others. On the other hand, initiating structure includes those actions of the leader that is generally focused on accomplishing task. This is usually done by setting performance standards, role clarification and holding subordinates accountable to those standards. The work of Flynn (2015) pre-empts the important question as whether functions affect identities in an organisations or the extent to which identities can serve as a mediator in that transformational leadership is supposed to influence identity level, creating a more collective identity.
As reported by Flynn (2015), there are different personal, reciprocal, generalised, relational and collective orientations and negotiated forms that can elicit a preference for a particular form of exchange that engender employee commitment. In all of these theories the evidence of the presence of condition which generated sustainable organisation effectiveness in relations to quality of leadership is emphasized. Leadership within the work place is affected and influenced by so many things in the same way organisational processes and individual employee motivation is also influenced by several factors. These must be carefully integrated into an integrated leadership module and applied to one specific industrial context such as the hospitals in Ghana to see the extent to which they are applicable or not applicable. Counterproductive work behaviour. Figure 1 shows the framework for this chapter and the corresponding hypothesis derived from them. Coast Teaching Hospital. In addition, data was also procured from the 37 Military Hospital as well as the Ho Regional Hospital. In this case also the latter hospitals were chosen due to their unique role in healthcare delivery and the volume of patients that uses the facility. As stated in earlier sections, the Ho Regional Hospital is nearing its conversion to become a teaching hospital and is actively used by the The table below presents the difference in the gender composition among the respondents. The analysis shows that 306 respondents were male while 456 of them were males. This information indicates that a reasonable percentage of male and female were selected to take part in the study. and .081 respectively. Again this data is normally distributed with skewness of (.491) and kurtosis of .726. The next attribute of commitment is involvement and the data is evenly distributed around the mean. The skewness is .296 and the kurtosis is .636. Significantly a high mean response value of 4.11 is noted and the standard deviation is .805. This is a justification for the use parametric techniques for further analysis. Similar trend is also observed regarding the employees' loyalty in the healthcare facilities in Ghana. In this case the mean and standard deviation is 3.61 and .724 respectively. This data is evenly distributed around the mean with a skewness of (.034) and the kurtosis is .055. This information also supports the idea that employees' evaluation of their motivation is within acceptable range of normal distribution. shows that there is no correlations above 0.700, and there are no problematic cross-loadings. Even though the data collection instrument was tested for reliability before data is collected, the response trends may equally present issues of internal consistency among the different variables that were considered in the analysis. The Cronbach alpha correlation coefficient was therefore used to determine the internal consistency of the data and for that matter the reliability of the data. According to Pallant (2006) factors with loadings lower than 0.7 must be eliminated from the analysis and this was used as the selection criteria. As noted in the table all the factors of the thirteen variables have exceed the threshold of 0.7 hence the internal consistency of the data. *. Correlation is significant at the 0.05 level (2-tailed) .
III. RESULTS AND DISCUSSION
In table 4, the Table 5 provides the results of the regression analysis between attributes of transformational leadership, work engagement and work productivity. The analysis shows that the entire hypothesis must be accepted. This is because a leader's intellectual stimulation significantly influences the commitment of healthcare professionals and it's statistically significant at 95% confidence interval. The same applies to the fact that the relationship between intellectual stimulation and employee commitment is mediated by work engagement. Again the analysis accepts the fact that a leader's idealised influence significantly influences the commitment of healthcare professionals and also that the relationship between idealised influence and employee commitment is mediated by work engagement. The remaining hypotheses that are accepted include the postulation that a leader's inspirational motivation significantly influences the commitment of healthcare professionals. It is significance at 95% confidence interval. The analysis of the results also shows that the relationship between inspirational motivation and employee commitment is mediated by work engagement. The same trend is seen when the analysis was done regarding the extent to which a leader's individualised consideration significantly influences the commitment of healthcare professionals. Finally at 95% confidence interval, it is accepted that the relationship between individualised consideration and employee commitment is mediated by work engagement.
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